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The Job Corps program is designed to provide academic
and vocational training to high school dropouts. It is
assumed that in order for a young person to succeed in our
society certain values, such as good health, education, job
satisfaction, and desire to earn an acceptable pay, are
required. Job Corps seeks to foster these values in the
young men and women who enter this training program. To
evaluate the effectiveness of this process a study was
conducted regarding the effect of value clarification on
male Job Corps enrollees. Over a ninety-day period an
experimental group of twenty (20) enrollees received a
treatment consisting of weekly individual and small group
counseling sessions with a view to value clarification. A
control group of twenty (20) was also established but with-
out any treatment involved. These two groups were randomly
selected from enrollees entering the Job Corps. Each
participant was administered a pretest of three instruments
purported to measure values: the F-Scale, the Willoughby
Schedule, and the Ohio Work Values Inventory. At the end of
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the experimental period each participant remaining in the
two groups was administered the same three instruments as
a posttest. An analysis of the data revealed no
statistical significance in the measurement of values by
these instruments. It was determined that the sociological
milieu of the participants created a high degree of
hostility toward any form of testing. There were, however,
certain trends in the posttest results of the experimental
group that indicated a positive effect of the treatment in
identifying values. At the conclusion of the study there
were seventeen (17) participants remaining in the experimental
group while only thirteen (13) participants remained in the
control group. If one regards Job Corps enrollee length of
stay as being increased by treatments in value clarification,
this study seems to be significant. It is recommended that
further study be done to identify and utilize in the Job





This study deals with the area of value clarification
and identification, and how this valuing process relates
to the enrollees in a Job Corps program. A person's values
may be defined as one's basic ideas and beliefs regarding
that which is right or wrong as described in terms of that
particular person. According to Ajzen, an individual's
values influence his orientation toward various tasks, as
well as the processes of performing them (1973). Values
are the choices we make, the assignments of relative worth
which we consciously decide upon or subconsciously arrive
at. Powell indicates that while values may never be
articulated even to ourselves, they are the real preferences
implicit in what we say and do (1965).
By its very nature the Job Corps program has sought
to establish values in the adolescent men and women who
enter the training program. The Job Corps program was
created as part of the Economic Opportunity Act of 1964.
The purpose of this program was to take disadvantaged youths
aged 16 to 21 years, to remove them from their debilitating
poverty environments to distant residential centers, and
there to provide them with academic and vocational training
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needed to improve their employability (Levitan, 1975). It
was hoped that this educational concept would pmovide the
impetus for the youna people involved to break the
poverty cycle. Liebling wrote that these young people,
who were reared in poverty and in families essentially
barren of ambition and optimism, face a dismal future
economically, socially, and psychologically (1967). The
seemingly low self-concept among young people from such
culturally disadvantaged backgrounds has drastically
inhibited their ability to form realistic goals. The Job
Corps program was formed in order to ease this problem and
thus aid these young people in their hopes of future
achievement.
The Job Corps was founded on the idea that certain
youth need in the first place a change of environment and
secondly a variety of educational, health, personal, and
social services in order to make the most of their training.
To meet these needs, young men and women are sent to
residential centers which offer a variety of services
designed to help them discover and develop their job
potentials. According to Levitan, the major mission of
Job Corps is to enable corpsmembers to become employable,
productive members of society (1975). The program seeks to
impress upon individuals from disadvantaged backgrounds
that they are capable of learning and to generate in them
self-respect and ambition so that employers would be
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willing to train them for well paying jobs. Success in this
program requires necessary vocational and educational values,
communication skills and values that typify the realities of
the world of work. The impact of the program on the
participants can be distinguished in two areas: (1) impacts
on lifetime earning capacity and (2) impacts on noneconomic
attributes of the corpsmembers such as improved job
satisfaction, reduced propensity for crime and drug addiction
and an improved standard of health (McNeill, 1973). It has
been determined that the role of the counselor is to develop
these enrollees' values through individual and group
counseling. In his study concerning the Job Corps, Levitan
concluded that while professional counseling was considered
to be an essential component of the program, the enrollee-
counselor ratio made this difficult (1975). As Congress
tightened the Job Corps budgets, counseling services were
curtailed. The counselor's multiple responsibilities of
training dormitory advisors, keeping records, serving as
placement officer, and consulting with mental health
professionals limited the effectiveness of the counseling
program.
The purpose of this study was to isolate possible
value-clarification motivational tools and to combine them
in a concentrated approach not presently used in a Job
Corps counseling program. An experiment was conducted over
a specified time period to measure the corpsmembers'
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effectiveness in identifying and changing values. The
aim in this study was to provide help to the enrollee so
th -o,f Y-,e or she might be better able to perceive more
effectively the persor, goals which are deemed necessary
for successful erlployrt. A longitudinal study suth as
this could be used to evaluate the effectiveness of a
program designed to acnieve the goal of preparing young Job
Corps men and women for jobs in which they can earn a
decent living and thus bef7r)me responsible citizens in their
communities.
Statement of the Problem and Hypotheses
The problem that this study considered was to
ascertain whether value clarification exercises as part
of a treatment would affect the development of vocational
and academic values in participants divided into an
experimental group and a control group. Participants
consisted of male enrollees in a Job Corps program. The
effect of the treatment was measured by the Ohio Work Values
Inventory, the F-Scale and the Willou2hby Schedule. As a
consequence of this problem two hypotheses were evaluated.
1. Value clarification as a part of individual and
group counseling will result in Job Corpsmembers making
more positive scores on certain tests which purport to
measure how positively people feel about themselves.
2. Value clarification as a part of individual and
group counseling will result in a reduction of the drop-
5
out rate of Job Corpsmembers from the Job Corps program.
Importance of Study
As stated previously, the Job Corps program has
always assumed certain values to be necessary for success
in a post-training environment. The question then is
whether these values are adequately clarified in the Job
Corps program so that a significantly measurable difference
can be determined. According to Levitan, in fiscal 1974
only 26 percent of Job Corps enrollees actually completed
the program; 34 percent resigned, and the other 40 percent
were AWOL or terminated due to some medical or disciplinary
problem (1975). While the success of Job Corps in many
cases is significant, can it become statistically more
effective if value clarification is made part of the initial
corpsmember training? If Job Corps is to enhance its
effectiveness, it must determine the factors that can
increase the number of those who complete the program and
decrease the number of those who terminate prematurely. The
results of this study could serve as an important consequence
on the direction a counseling program should take and the
proper emphasis to be placed upon the valuing process.
Definition of Terms
Certain words and phrases are to be usr.i throughout
this study. For the convenience of the reader, they are
listed and defined in this section.
Value: In the Dictionary of Education a value is
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described as any characteristic deemed important because
of psychological, social, moral, or aesthetic considerations.
It is commonly used in the plural, as in counseling, to
denote built-in inner systems of beliefs from which one
can gain security or support (1973). In the Dictionary of
Personnel and Guidance Terms values are stated to be the
goals toward which the activities of an individual or a
society are directed (1968).
Clarification (counseling technique): Clarification
entails definite leading and the counselor's contribution
of something new to the content of the counseling session
(1968).
Longitudinal study: According to the Dictionary of
Education, this is a study that follows a case or group of
cases over a period of time; includes genetic studies,
follow-up studies, growth studies, and experimental growth
studies (1973).
Survey of Literature
The literature dealing with exercises in value
clarification seemed to be fairly extensive; also, there
have been several valid studies conducted in measuring
values, particularly when comparing values in black and
white individuals. There seemed, however, to be only limited
research conducted with students who first received value
clarification counseling followed by the measurement of
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these identifiable values. It is important to see values
as they relate to black and white low economic groups; then
if one is able to measure significant values in these
individuals, efforts can be made to identify value changes
based upon some predetermined treatment.
There is much support for value clarification as an
educational approach. According to Kirschenbaum, one
reason for this support is that value clarification has
explicitly concerned itself with the considerable amount
of value confusion, value conflict, apathy, flightiness,
over-conformity and other value problems which many young
people experience today (1977). This valuing process is
designed to help an individual or group of individuals
achieve values that are not only personally satisfying but
also socially constructive. Such a valuing process is
necessary since educational systems have failed to help
people identify their own values and compare these personal
values with societal standards. West related his concern
when he wrote, "fundamental value components of
education to which we share a common commitment are few
and poorly identified; our understanding of so-called class
differences in values is by no means complete, consistent,
or convincing" (1968, p. 95). The author seemed to indicate
that a more comprehensive approach is needed to better
evaluate one's realization of social and personal values.
In order to prepare a values clarification treatment,
a study was conducted regarding the type of population to be
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evaluated in the experiment. The author has observed that
the Job Corps male youth, whether black or white, has
particular problems as a result of his lower class status.
One must be careful not to stereotype the lower class so
as to hamper the valuing process. According to Newkirk,
what might, in fact, be labeled as a lac of values can
quite possibly be defined as positive solutions to the
multiplicity of problems faced in the various facets of
one's struggle for existence whether economic, social,
political, or legal (1970). While race is still a barrier
to many young people, the major barriers to success in the
Job Corps program are low level of literacy, deficient
arithmetical ability, little or no vocational training or
experience, and a poor orientation to work. One study
implied that class is a more important dimension of
differentiation than race or sex when a preference for
value composites is revealed (Malpass and Symonds, 1974).
Although it is true that these characteristics of
the lower class are usually identified with a black
population and that the Job Corps population is predominatly
black, race was not the issue in this study. The issue is
values particularly those of male Job Corps enrollees. The
author has observed that generally, the young men and women
who come into the program have an overriding desire to
better themselves vocationally, academically, and personally;
success is offered as the goal at the conclusion of one's
Job Corps experience. As one grows in the program, any
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value change should be in the direction of this afore-
mentioned desire. The program is to be concerned with
fulfillment of the individual's goals, and what is an
individual without a dream? If Job Corps can foster
achievement-oriented values, the program can perpetuate
that dream.
There seem to be few significant value differences
between disadvantaged and non-disadvantaged individuals.
This is indicated in a study by Ritter which utilized the
Minnesota Importance Questionnaire (1972). This study
reveals the need for considering clients' values individually
rather than presuming stereotyped values. The disadvantaged
persons did exhibit less need for creativity and a greater
desire for job variety. They did indicate that they would
be more comfortable in service maintenance occupations;
however, this desire should be considered only as an
observation. Furthermore, this study points out that while
the values are similar, the significantly poorer employment
outcomes of the disadvantaged suggest the necessity to look
at the individual and his needs.
Utilizing the Elementary School Study of Values,
an instrument patterned after the Allport, Vernon, Lindzey
Study of Values, Rowland and DelCampo sought to measure
six values: aesthetic, economic, religious, social,
political, and theoretical. It was possible in only one
instance to reject the null hypothesis (1968). Educationally
disadvantaged males scored significantly lower (.05) than
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did normal males in the theoretical values only (1968).
The conclusion is made that regardless of cultural milieu
there is recognizable kinship among different peoples due
to their common life experiences. People are perhaps
different one from another. This same instrument, ESSOV,
was administered to a group of black and white children.
Analysis of variance showed that there was no significant
difference between the means of females of either race on
any of the values and only one significant difference for
the males, that of theoretical values. This study indicated
a large area of homogeneity which appeared to transcend
race.
The literature seemed to substantiate the fact that
there is little significant difference between the values




can be made in regard to value differences
A research study was conducted on black
in eight small communities in rural
South Carolina. All subjects were administered the Thematic
Apperception Test and a value orientations questionnaire.
According to Turner, the mean differences in achievement
motivation lent support to the position that achievement
orientations are influenced more by perceived opportunity
levels than by patterns of family socialization which
included racial differences (1972). While values are
consistent, the difference lies in the dimensions of
achievement that are positively correlated to the
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occupational opportunity of the subject as well as to his
father's economic status.
The necessary conclusion that values are not racially
determined lends credence to the fact that a program seeking
to integrate a predominantly black clientele into the
mainstream of the work force has a significant chance of
success. It is important that one assume there is a high
degree of achievement potential in the Job Corpsmembers
thus motivating them to identify and to utilize the values
they possess. Whereas the literature indicates that values
are indigenous the author has observed that the problem seems
to focus around the fact that the average Job Corps enrollee
has an extremely low self-concept. In order for values to
be developed that will facilitate the training for and
securing of good employment, the young person needs to be
shown the worth of these values. The identification and
cultivation of such values result in the fulfillment of a
dream, a purpose in life rather than a low achievement
syndrome.
Values are vitally necessary; however, to have them
is one thing and to see cognitive benefits as a result of
their cultivation is quite another matter. The issue should
be not only how many corpsmembers are graduated but also
how adequately they are prepared to accept the values deemed
necessary for success in our society. A Harris poll
conducted in 1969 asked a group of 907 adults a series of
questions concerning their perception of changes in the
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ex-corpsmen's attitudes and behavior since returning from
Job Corps (McNeill, 1973). In all cases the percent of
favorable change rose directly with the amount of quality
participation in the program. This is a gross comparison
and does not take into consideration the natural maturity
of the young persons who would conceivably have stayed in
the program for up to two years but does give an insight
into the effectiveness of the Job Corps program. An initial
effort in value clarification might have a significant
effect upon the high percentage of early dropouts.
Regardless of the length of stay of the corpsmembers, the
numbers involved need not be the major concern. Fulfilling
the needs of the individual corpsmember must be stressed in
orientation and training with special consideration given
to the valuing process. One approach to the clarification
of values, especially those directly affecting vocational
goals, is that of the Vocational Exploration Group. The
VEG is a structured, task-oriented group approach to career
counseling. According to Schulz, when nearly 1,700
Employment Service applicants sampled from high schools and
manpower programs in eight states were randomly assigned to
Vocational Exploration and control groups, the VEG group
obtained twice the number of jobs and showed more movement
into training and from work training into jobs (1974).
This study supports the soundness of the Vocational
Exploration Group as an aid to the valuing process.
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Another study reviewed reveals that an examination
of values can be a valuable part of training; this particular
case was concerned with police traininc'. According to
Sherrid and Beech, a comparison of the posttest rankings
of the control and experimehtai groups showed an important
net difference between these two groups as a result of the
treatment which consisted of group discussions of their pre-
test results on the Rokeach Terminal Value Survey and the
Stouffer Nonconformist Tolerance Scale (1975). Since this
treatment of approximately 20 minutes duration produced
this difference, it can be assumed that a treatment
consisting of 14 hourly group sessions, appropriate
individual counseling in value clarification, and self-
awareness exercises might produce significant results.
After a concentrated survey of the existing
literature, the conclusion was made that a study
focused on value clarification in a predominantly black,
economically and educationally disadvantaged population
was not only necessary but also important.
CHAPTER II
METHODS AND PROCEDURES
The purpose of the study was to measure the effects
of treatment in value clarification and evaluate these
effects and thus accept or reject two hypotheses. The first
hypothesis dealt with the question of whether value
clarification as a part of individual and group counseling
would result in Job Corpsmembers making more positive scores
on certain tests which purport to measure how positively
people feel about themselves. The second hypothesis
concerned itself with the question of whether value
clarification as a part of individual and group counseling
would result in a reduction of the dropout rate of Job
Corpsmembers from the Job Corps program. The basis of the
study was to evaluate significant differences between two
groups of corpsmembers on certain factors as measured by
the Willoughby Schedule, the F-Scale and the Ohio Work 
Values Inventory. These two groups were designated as the
experimental group and the control group. The experimental
group received a specified treatment while the control group
did not receive any specified treatment.
Subjects
The subjects were randomly selected from Job Corps
14
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enrollees entering the Great Onyx Job Corps program during
the month of January, 1978. There were weekly inputs of
approximately 10-15 new corpsmembers; from these lists of
inputs the new enrollees were numbered in order of
appearance. The odd numbers were designated for the
experimental group and the even numbers for the control
group. The subjects were chosen in this manner on a weekly





control group and twenty corpsmembers were
experimental group. It should be noted that
are randomly assigned to Job Corps centers in
Region by the regional office in Atlanta,
Georgia. Although the center in this study carries a total
of 200-214 young men, corpsmembers leave each week due to
completion, resignation, or some other form of termination.
It required three weeks to select randomly the 40 subjects
who were used in the experiment. The subjects were not told
that they were to be part of an experiment. They were
informed that the testing was a regular part of the Job
Corps program. The treatment was designated as part of the
regular program and no indication was given that it was
something beyond the ordinary.
Testing Instruments
The three tests administered to the forty randomly
selected subjects as a pretest -- posttest were the Ohio
Work Values Inventory, the Willoughby Schedule, and the F-Scale.
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The Ohio Work Values Inventory was written by Loyde
W. Hales and Bradford J. Fenner. These authors indicate
that people have their own reasons for choosing the work
they do, the work depends upon what is important to the
person involved, and the knowledge of appropriate values
can make the decisions easier (1973). This instrument
measures the values of altruism, object orientation,
security, control, self-realization, independence, money,
task satisfaction, solitude, ideas/data, and prestige.
The Willoughby Schedule consists of 25 questions
that are answered on a 5 point scale (0-4). Approximately
half of the questions yield information about common areas
of neurotic reactivity, which are mainly interpersonal, and
the other half indicates degrees of general emotional
sensitivity. A low score represents a high self-concept
or self-awareness in the individual. This test is accepted
by counselor-educators as a valuable tool in measuring self-
concept. It is in the area of public domain and can be
freely reproduced.
The F-Scale is based upon the assumption that the
political, economic, and social convictions of an individual
often form a broad and coherent pattern as if bound together
by a mentality or spirit, and that this pattern is an
expression of trends in his or her personality. Adorno
believes that the F-Scale attempts to measure the potentially
antidemocratic personality (1950). A highly positive or
authoritarian score on the F-Scale reflects an attitude
17
which is more rigid, repressive, and prejudicial in nature;
the subject would be less able to adapt himself to a
changing environment. According to Kreach, a more negative
or democratic score indicates a subject who is more flexible,
adaptable to change, affectionate, basically equalitarian
and secure in his or her interpersonal relationships (1962).
There is a greater inherent potential for personal
satisfaction socially as well as vocationally. This
instrument is also in the Public domain.
Treatment - Experimental Group
The treatment consisted of a series of 13 weekly
group sessions for the members of the experimental group;
emphasis was placed on value clarification. Each member of
the experimental group also received individual counseling
on a weekly basis.
Entry Week  Initial te*ting for total subjects
Week 1  Orientation in the group
Week 2  Film and discussion
Week 3  Value clarification exercises
Week 4  Film and discussion
Week 5  Value clarification exercises
Week 6  Film and discussion
Week 7  Value clarification exercises
Week 8  Film and discussion
Week 9  Value clarification exercises
Week 10 Vocational Exploration Group
18
Week 11 Vocational Exploration Group 
Week 12  Film and discussion
Week 13  Film and discussion
Exit Week  Exit testing for total subjects
The
the Kentucky
films used were supplied by the Film Library of
Bureau for Health Services and are as follows:
Film Topic
Week 2: Akki: A Black Poet Feelings
Dad and Me Black family relations
Week 4: Others Self-concept
Mr. Finley's Feelings Feelings
Week 6: About Sex Sex education
Trying Times Decision making
Week 8: The Beginning of Life Birth
Week 12: 220 Blues Race awareness
Week 13: I Just Don't Dig Him Communication
Exercises in value clarification were from articles
written on the subject. They included structured group
experiences that have been used successfully by educators
to clarify students' values.
Week 3: Exercise utilizing the Autobiographical
Questionnaire as described in an article by Howe
and Hart (1977).
Week 5: Exercise focused on the idea of Forming the Proud
List and choosing the Board of Directors as
developed by Rath (1966).
Week 7: Another exercise by Rath that involves six
strategies in values clarification (1966).
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Week 9: Exercise developed by Simon that clarifier
responses as suggested by the Seven Valuing
Processes; determine a plan based upon a hypothetical
situation and define how the action alternatives
are identified (1973).
Weeks
10 & 11: Utilization of the Vocational Exploration Group 
which is structured small group counseling to
determine areas of vocational interest and ability.
Using the Dictionary of Occupational Titles, this
process seeks to expand one's knowledge of possible
vocations and categorize these choices into the
comparative skills required. The VEG is a part of
the Agenda for CETA Basic Counselor Training, U.S.
Department of Labor, Region IV, to be used by state
employment agencies.
Procedure
All subjects were randomly selected and randomly
assigned to the experimental and control groups. They were
administered the three tests during their week of entry into
the Job Corps program. Upon completion of the regular Job
Corps orientation phase all members of both groups were
integrated into the vocational and educational parts of the
program according to the usual procedures. There was no
further contact, other than normal counseling requirements,
with the control group until the administration of the post-
test. The experimental group proceeded immediately with the
13 week treatment in value clarification. At the end of the
ninety-day period, all subjects received the posttest. A
length of stay of ninety-days is considered by Job Corps as
sufficient time to allow one to be fully integrated into the
program as well as the minimum amount of time required to
complete any phase of the program. Anyone leaving the
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program in less than ninety days is considered to be a
Category III, early termination resignation. For this
reason and to overcome the threat of maturation, ninety
days was the experimental period.
In order to develop additional data relative to
value changes, Job Corps entry and exit questionnaires
dealing with corpsmember attitudes were developed and
utilized. While these questionnaires did reveal what appears




used to test the hypotheses of this
was in addition to the experimental
study.
procedures
The results on these questionnaires of the
experimental group were compared with the results of the
control group in order to gain more insights into the
effectiveness of the concentrated small group counseling.
The use of these questionnaires is to be continued, and the
results are to be made part of a longitudinal study. A
concise log was kept throughout the research to note the
progress of the experiment. Significant incidents that
could possibly effect the overall result were recorded in
this log.
Limitations
There were problems in this study that need to be
indicated to avoid overstating the results and to keep
the project in its proper perspective. As mentioned
earlier, the internal validity threat of maturation has been
21
of consequence in other studies of Job Corps achievement.
The ninety-day research period and the concept of
randomization should eliminate this threat. Testing could
pose a problem since a pretest can sensitize the subjects
to the posttest. By describing the tests as part of the
overall Job Corps program, it was hoped that this threat
would be controlled. Mortality of the subjects is a factor
that had to be considered in the final conclusions and
recommendations. A record was kept of subjects leaving
before the experiment was completed. This mortality threat
to internal validity should be controlled by randomization,
but a careful notation of all dropouts was made to be
included in the results at the end of this study.
The greatest threat to reliability is that of external
validity. The results of the experiment do not necessarily
lend themselves to conclusions about the Job Corps program
in general but only about the specific center where the
research was conducted. Whatever the outcome, new procedures
in group counseling
and integrated into
necessary to make a
see what happens to
can be established as effective tools
the regular Program. It will be
longitudinal study of the subjects to
them following the experiment.
Statistical Treatment of Data
In order to test the two hypotheses a "t" test for
hypotheses concerning the difference between two mean (un-
equal variances) was used to test the significant differences
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between the experimental and control groups (Gellman, 1973).
The following symbols were used in presenting the statistical
data:
N = number of participants
X = mean
SD = standard deviation
The means and standard deviations were calculated for
each group. To determine the significance in the scores on
the three instruments utilized in the two groups the "t"
test was conducted using the formula t=X1-X2 to get the
\/(SD1+SD2NI, N2
"obtained value of t." The appropriate degrees of freedom
for the data were used to compare the "obtained value of t"
to the "critical value of t" at the .05 level of significance
to determine if the independent variable in the experiment
actually caused the difference in the groups' results on the
three instruments. The independent variable in this study
consisted of the treatment in value clarification.
CHAPTER III
ANALYSIS OF THE DATA
1111%
This study was concerned with the effects of value
clarification upon new corpsmembers in a Job Corps Center
and whether these treatment effects can be significantly
measured. The forty young men involved in this study were
Job Corps enrollees who as they entered the program were
randomly assigned to either the experimental or the control
group. Two hypotheses were examined during the period of
the study. The first hypothesis stated that value
clarification as a part of individual and group counseling
would result in Job Corpsmembers making more positive scores
on certain tests which purport to measure how positively
people feel about themselves. The second hypothesis stated
that value clarification as a part of individual and group
counseling would result in a reduction of the dropout rate
of Job Corpsmembers from the Job Corps Programs.
The purpose of the study was to evaluate these two
hypotheses by means of the data from administration of the
three instruments and by evaluating the number of dropouts
at the conclusion of the ninety-day study period. It was
then possible to either accept or reject one or both of the
hypotheses. At the beginning of the study each participant
23
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was administered the three instruments -- the Willoughby 
Schedule, the F-Scale, and the Ohio Work Values Inventory.
When the ninety-day treatment period had ended, the same
three instruments were administered as a posttest to the
participants remaining in the control and experimental groups.
The data corresponding to the first hypothesis was presented
in Tables 1-4. Table 5 described the data concerned with
the second hypothesis.
Table I presented data relative to the means, standard
deviations, and "t" test results for each variable utilizing
all the pretest and posttest scores of the participants in
the control group. The means and standard deviations of
the Willoughby Schedule, F-Scale, and the eleven subtests
of the Ohio Work Values Inventory were given. A "t" test
was utilized to compare the means and standard deviations of
the pretest and posttest scores on the three instruments.
There appeared to be a trend in the direction of significance
in the pretest and posttest scores on the security, self-
realization, independence, money, and task satisfaction
portions of the Ohio Work Values Inventory. The statistical
data, however, did not approach the .05 significance level.
The data relative to the means, standard deviations,
and "t" test results for the experimental group were
presented in Table 2. These results were for each variable
utilizing all the pretest and posttest scores of the
participants in this group. The means and standard
TABLE I
MEANS, STANDARD DEVIATIONS, AND "T" TEST RESULTS


















F -Scale 33.35 30.38
SD 15.50 12.43 24.51
OWVI- 28.05 29.31
Altruism SD 6.29 5.17 4.66
Object/ 25.55 26.92
Orientation SD 4.44 6.10 4.55
Security 30.90 30.23
SD 3.85 4.27 2.60*
Control 26.55 27.23
SD 7.06 5.59 5.20
Self- M 29.50 29.92
Realization SD 4.31 3.50 2.18**
Independence M 25.55 25.69



















Task M 32.00 30.54
Satisfaction SD 3.56 3.23 2.63*
Solitude M 21.50 23.00
SD 5.76 4.28 3.92
ideas/ M 25.60 27.46
Data SD 6.09 4.05 4.17
Prestige M 28.35 29.00 3.97
SD 5.41 5.31





MEANS, STANDARD DEVIATIONS, AND "T" TEST RESULTS



















SD 19.89 23.95 54.46
OWVI- M 29.35 27.47
Altruism SD 4.00 5.57 3.79
Object/ M 25.70 24.18
Orientation SD 5.12 5.47 3.94
Security 30.85 28.12
SD 3.77 6.80 4.90
Control 27.15 24.41
SD 4.57 4.47 4.06
Self- M 30.25 27.88
Realization SD 2.57 6.11 4.02
Independence M 25.25 23.06


















Task M 30.75 27.71
Satisfaction SD 3.73 6.47 4.87
Solitude M 21.85 23.76 3.51*
SD 4.00 5.08
Ideas/ M 26.15 25.47 3.40*
Data SD 4.12 6.07
Prestige 28.85 28.00 3.51*
SD 4.84 5.60
* Level of Significance
*s .001
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deviations of the three instruments were given. A "t" test
was done in order to establish any significance in the
differences between the pretest results and the posttest
results.
There appears to be a trend in the direction of
significance in the scores on the solitude, ideas/data, and
prestige subtests of the Ohio Work Values Inventory. The
overall statistical data, however, did not approach the
.05 significance level.
Table 3 presented a comparison of the means and
standard deviations of the posttest results on the three
instruments. These results utilized the "t" test scores of
those participants in the control and experimental groups
who completed the study. The solitude subtest of the Ohio 
Work Values Inventory is significant at the .01 level. The
prestige subtest of the Ohio Work Values Inventory was
significant at the .05 level. The results of the F-Scale
were significant at the .05 level of significance. There
appeared to be a trend in the direction of significance on
the altruism, security, self-realization, money, and ideas/
data portions of the Ohio Work Values Inventory. There was
however, no overa-1 statistical data approaching the .05
significance level.
The mean differences between the posttest scores were
presented in Table 4. These scores were for the control and
experimental groups on the three variables for those par-
ticipants who completed the project. There was a downward
4
TABLE 3
MEANS, STANDARD DEVIATIONS, AND "T" TEST RESULTS
FnR EACH VARIABLE UTILIZING POSTTEST SCr)RES
OF BOTH GROUPS
















F -Scale 27.41 30.38
SD 23.95 12.43 1.93**
OWVI- M 27.47 29.31
Altruism SD 5.57 5.17 2.89****
Object/ M 24.1C 26.92




SD 4.47 5.59 4.08
Self- M 27.88 29.92



















SD 4.77 4.68 2.49***
Task- M 27.71 30.54
Satisfaction SD 6.47 3.23 4.20
Solitude 23.76 23.00
SD 5.08 4.28 1.59*
Ideas/ M 25.47 27.46
Data SD 6.07 4.05 3.10****
Prestige 28.00 29.00 1.90**
SD 5.60 5.31






MEANS S;ANDARD DEVIATIONS AND MEAN DIFFERENCES
FOR EACH VARIABLE UTILIZING POSTTEST SCORES
Variable















F -Scale 30.38 27.41
SD 12.43 23.95 -2.97**
OWVI- 29.31 27.47
Altruism SD 5.17 5.57 -1.84****
Object/ M 26.92 24.18
Orientation SD 6.10 5.58 -2.74
Security 30.23 28.12
SD 4.27 6.80 -2.11****
Control 11 27.23 24.41
SD 5.59 4.47 -2.82
Self- M 29.92 27.88
Realization SD 3.50 6.11 -2.04****
Independence M 25.69 23.06














SD 4.68 4.77 -1.48
Task- M 30.54 27.71
Satisfaction SD 3.23 6.47 -2.83
Solitude 23.00 23.76
SD 4.28 5.08 +.76*
Ideas/ M 27.46 25.47
Data SD 4.05 6.07
Prestige 29.00 28.00
SD 5.31 5.60 -1.00**






trend in each mean score except in the Ohio Work Values
Inventory solitude subtest of the experimental group means.
While these mean decreases could indicate a trend toward
more rational answers in the experimental group there was
no overall statistical significance in these differences.
Further observations on this table were made in the conclusion
section of this study. Based upon the statistical evidence
in Tables 1-4 the first hypothesis that value clarification
as a part of individual and group counseling would result
in Job Corpsmembers making more positive scores on certain
tests which purport to measure how positively people feel
about themselves was rejected.
Table 5 presented the data concerning the second
hypothesis that value clarification as a part of individual
and group counseling would result in a reduction of the
dropout rate of Job Corpsmembers from the Job Corps
program. Both the control and experimental groups began
with twenty participants each. At the end of the ninety-
day study period the control group had thirteen participants
remaining for a dropout rate of 35 percent. At the end of
this ninety-day treatment oeriod the experimental group had
seventeen participants remaining for a dropout rate of 15
percent. Based upon this statistical evidence the second
hypothesis that value clarification as a part of individual
and group counseling would result in a reduction of the
dropout rate of Job Corpsmembers from the Job Corps program
was accepted.
TABLE 5
PARTICIPANT DROPOUT RATE IN
THE CONTROL AND EXPERIMENTAL GROUPS
Initial Number Completion Number Number Percentage
at time at time of of







20 17 3 15%
Chapter III presented the statistical analysis of
the data from the three instruments given to the control
and experimental groups and from the dropout rates of the
two groups. The first hypothesis that value clarification
as a part of individual and group counseling would result
in Job Corpsmembers making more positive scores on certain
tests which purport to measure how positively people feel
about themselves was rejected. The second hypothesis on the
other hand was accepted. This hypothesis stated that value
clarification as a part of individual and group counseling
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would result in a reduction of the dropout rate of corps-
members from the program.
CHAPTER IV
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Summary 
This study was conducted in order to determine
whether a treatment consisting of exercises in value
clarification would have a measurable effect upon Job Corps
enrollees. The first phase of the study was the pre-
testing. Although the participants understood that the
testing was part of their orientation into Job Corns rather
than an experiment, their sociological disdain for testing
appeared to have an immediate effect upon the procedures.
The three instruments -- the Willoughby Schedule, the F-
Scale, and the Ohio Work Value Inventory -- were administered
in the space of an hour. All questions were asked orally
so that inability to read should not have been a factor.
The atmosphere of the testing was pleasant and relaxed with
an effort made to refrain from placing any pressure on the
new Job Corps enrollees. It was observed by the author that
the corpsmembers as a general rule expressed covert as well
as overt hostility toward the testing experience. It seemed
as though the young men feared the testing process although
they were told that they were answering questionnaires that
would help them to learn more about how Job Corps could help
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them. Perhaps their prior experience with questionnaires
of this nature and of tests in general was of negative
connotation. It was felt by the author that the participants
did not internalize fully the various questions in the
three instruments and that, as a result, the scores were
deemed to have little significance. This was particularly
true of the pretesting phase of the study. There is no
consistent pattern in the pretest results. Scores are
excessive in either direction; this is true of both the
experimental and control groups. Because of the small
number of participants in each group (20), it was difficult
to eliminate these unreliable scores and still have a
sufficient number of results to evaluate and interpret.
There seemed to be more of a willingness on the Part
of the experimental group to be cogent in their responses
of the posttest. The control group, on the other hand,
seemed to express the same degree of hostility when
completing those questionnaires in their posttest experience.
It was apparent that the form of measurement in this project
which utilized the three questionnaires -- the Willoughby
Schedule, the F-Scale, and the Ohio Work Values Inventory --
was not adequately valid to form any cognitive conclusions
at this point.
While the testing experience itself did not bear any
statistical significance at the .05 level, certain tendencies
seemed to surface. The control group mean scores on the
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Willoughby Schedule seemed to increase while those of the
experimental group decreased. This revealed a trend toward
a lesser degree of neuroticism among the experimental
group participants. In addition,the lower F-Scale scores
of the experimental group indicated a trend in the direction
of a more flexible manner of facing life situations -- an
area dealt with in the values clarification treatment.
Although no statistical significance was determined, the
overall results of the posttest in the Ohio Work Values
Inventory of the experimental group revealed a positive trend
reflected in the mean scores of the control group. The
experimental group participants, more so than the control
group participants seemed to arrive at lower scores than
in their pretests. This indicated a greater desire on the
part of the experimental group to be introspective in their
answers. While these trends were not statistically
significant, they did provide insights into the possible
effectiveness of the treatment. This treatment seemed to
encourage the participants to consider their personal values
while examining vocational aspirations as they related to
their overall Job Corps experience. Due to the differences
in the dropout rates between the experimental and control
groups, it can be reasonably concluded that the treatment
did in fact have a tangible effect upon the overall length
of stay of the participants in the experimental group. This
factor could be of significance if indeed the experimental
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treatment could be regarded as a positive motivator in length
of stay and that value clarification was relevant to the Job
Corps program.
Conclusions
Each of the three instruments -- the Willoughby
Schedule, the F-Seale, and the Ohio Work Values Inventory
-- has proven validity in the area of educational measurement.
The author has utilized the Willoughby Schedule and F-Scale
in other settings besides the Job Corps With a measure of
success. There was no reason to question the overall
reliability of these instruments when used in educational
research. However, as a result of the data analysis in this
study it must be concluded that any statistical findings
based upon the administration of these three instruments are
not reliable in forming conclusions when viewed in terms of
the first hypothesis.
From an initial experimental group of twenty (20),
seventeen (17) remained at the end of ninety-days while
thirteen (13) remained out of twenty (20) in the control
group. It could be concluded that the treatment in values
clarification did have an effect upon the length of stay of
the participants. Several observations should be mentioned.
The experimental participants were divided into two groups
immediately after the pretesting nhase. These two groups
met weekly for hourly sessions throughout the treatment
period. In addition, each member of the experimental group
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received individual counseling by the author on a weekly
basis. Each group session was structured to include the
various segments of the treatment as outlined in Chapter 11
of this study. This structure was supplemented by informal,
situational discussions that would emerge as a result of a
scheduled film or exercise. The members of each group
seemed to become more aware of each other, were better able
to identify their personal (goals, and how they individually
and as a group could affect their Job Corps experience.
While at first the groups were fragmented, by the
end of the treatment period the individual members saw the
necessity of caring for and supporting one another. The
sessions were exciting for all the participants including
the author. As a result the individual sessions were more
concrete; and topics such as wanting to go home, bad food
in the mess hall, and staff or corpsmember misunderstandina
were replaced by concerns for how Job Corps could make a
difference six months or a year later. Of the three
corpsmembers in the experimental group who terminated pre-
maturely, one was a disciplinary discharge, one was a
transfer to another center, and the last had parental consent
withdrawn. In the control group four participants resigned,
two received dishonorable discharges, and one had parental
consent withdrawn.
In analyzing the various parts of the treatment, the
greatest effect seemed to result from the films. The
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characters in these films freely expressed issues and
concerns that these corpsmembers had never heard discussed
in such a frank and open manner. The participants were being
asked what they thought, what they would do, and what they
could do when confronted with life determining situations.
The written exercises in values clarification were not as
effective. The participants did not seem to have the
inclination to express themselves comfortably in writing.
This fact was apparent in the administration of the instruments
used in the study. The Vocational Exploration Group 
exercise did help the participants to identify work skills
necessary in various occupations. To the extent that it
broadened one's mental list of possible vocations, the VEG
proved to he a positive segment in the treatment.
Recommendations
The author had observed that in any publication
describing the Job Corps experience, effective communication
between corpsmember and staff was vital to the success of
the program. This treatment procedure in the present study
was organized around this same type of communication. In
conjunction with adequate communication was the necessity
of some cognitive training structure. To provide this
structure, the treatment consisted of weekly small group and
individual counseling sessions that centered around value
clarification activities. After a ninety-day study period,
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an experimental group utilizing this treatment did show an
increase in overall length of stay when compared to a
control group. This control group received no formal,
regular counseling sessions other than what would be deemed
normal.
In addition to the three instruments each participant
was given a Job Corps entrance and exit questionnaire during
and after the ninety-days (refer to Appendices A and B).
Participants in the experimental group seemed to have a
firmer grasp on items such as what would be an acceptable
wage, acceptance of center rules and regulations, and
identification of tangible goals in education and vocational
training.
Additional data were gleaned from the exit questionnaire
given to all the participants in the control and experimental
groups who completed the study. The answers to some
selected questions are given in the Appendix C. Results of
these questionnaires provided insights relative to
perceptions of the corpsmember participants during the
ninety-day study period.
The following recommendations were made as a result
of this study.
1. There should be a follow-up study at the end of six
months to determine if the treatment had any lasting effects.
2.Supportive counseling should be considered to be an
integral part of the enrollee's entire Job Corps experience.
3. Replication of this study is warranted in order to
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ascertain exactly which segments of the treatment were most
effective.
4. Those elements of the treatment deemed to be most
effective should be integrated into other training areas in
the general program so as to facilitate maximum corpsmember
exposure.
5. More time should be spent with new corpsmembers
prior to a pretesting experience in order to desensitize
them to different tests and thus lower their level of
negativism toward such instruments.
6. To allow for more candid comm,.nts, the exit
questionnaire should be presented to corpsmembers when they
terminate from the program. The participants should then
feel freer to express themselves since they would be leaving
the program.
Overall length of stay is a statistic used to measure
the success of the Job Corps program. It has been concluded
that an individual center program is most effective when
few corpsmembers terminate prematurely, especially in the
initial ninety-day period of enrollment. If individual and
small group counseling with a view to value clarification
can be used to increase the length of stay then











Mark more than one answer if you want to.
1. Who have you spent the longest time with: Mother
Father Grandmother or Grandfather Sister or
Brother Aunt or Uncle
2. What does your mother do: stay in home works for
herself store factory restaurant other
3. What does your father do: stay at home works for
himself store factory truck driver
other
4. How many brothers do you have: 1  4 
2 5
3 More
How many sisters: 1  4
2  5
3 More
5. Back home who do you feel very close to: Mother
Father Grandmother or Grandfather Brother or
Sister  Aunt or Uncle Girlfriend Someone else
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6. How often do you attend church: every week
once a month seldon never
7. What part does God play in your lift.: God controls my
life I do what God would want me to do I think
about God a lot God is not important to me
8. How many people really care about you: just me
One a couple quite a few who cares about vou
the most
9. How far did you go in school 
10. My teachers listened to me my teachers helped me get
what I wanted my teachers made me feel important
my teachers really didn't care about me
11. Why did ypu leave: quit wanted to work was
kicked out skipped a lot
12. How long have you been out of school? 3 Months 
6 Months Year  
13. How many jobs did you have before coming to Job Corns?
none one two three four more
14. If you quit a job it was because: you didn't like the
job didn't like the boss didn't get along with
my fellow workers the nay was not enough
15. Have you ever been in trouble with the police? Yes
No Has your friends? Yes No
16. Have you ever been on probation? Yes No Has
your friends? Yes No  
- ' r.,71. ,•4,7.1,
17. Have you been to Job Corps before? Yes No
Has your friends? Yes No
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18. Did you really want to come to Job Corps? Yes No
19. Why did you come to Job Corps? Get my education
learn a trade get into service my probation
officer sent me my friend is here to get away
from home to make money to take a bus trip
20. Did your family want you to come? Yes no
didn't care
21. Where did you hear about Job Corps? friend radio
or T.V. employment office from school
probation officer
22. What did the screener tell you that wasn't true: My
trade is not here I was told girls would be here
swimming pool I would get more money how much
23. How long do you want to stay in Job Corps? 3 months
6 months 1 year as long as to get a job
go home now
24. Have you been away from home before? Yes no
if so, where
25. How often do you write home? Every week once a
month never
26. Are you homesick sometimes? Every day not so much
once in a while never
27. How often do you get a letter from home? Every week
once in a while never
28. What staff do you like the most at Great Onyx? Dorm
staff teachers my work instructors Other
29. The school at Great Onyx helps me in reading
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math GED not very much
30. I like the work program because I learn a trade  
I like the work I don't work enough  
31. What would you like to do? Work with your hands
work with your brain work inside work outsode
32. Would you like to go to college? Yes no
33. What hooks or magazines do you read? 
34. What do you like to do most in your free time: Watch
T.V. play sports play cards talk
other 
35. Do you like sports? Yes   no what snorts? 
36. Do you like being alone? Yes   no  
37. Do you like other people telling you what to do? Yes
no
38. Do people listen to you like they should? Yes no  
39. Do you think you can do anything you put your mind to:
yes no
40. When you leave Job Corps where do you want to go?
Home a new city visit friends   go where my
job is
41. What kind of work would you most like to do 
42. What kind of work would you least like to do
43. What do you think is a good wage to earn? 
44. What is the most important thing in your life right
now?
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45. What will be important in five years? 
46. What would you do if you had a million dollars?
47. What do you dream about ?
48. What would you change about yourself if you could?
49. When does a boy become a man ?





1. How long have you been in Great Onyx? 3 months
6 months 1 Year more than 1 year
2. Why are you leaving Job Corps? Resignation Job
Review Board my parents want me home .
3. Did you get your drivers' license? Yes   no .
4. Did you get Your GED? Didn't take it didn't pass
got my American Council  State GED _.•
5. What about the school at Great Onyx? It was very good
I learned a lot I didn't like the classes I wish
I could have gone to school more it was a waste of
time •
6. The subjects I liked were Math   Reading GED
Health World of work
7. The teachers were interested in me liked me
didnt work with me were not around
8. When I went to work - I worked all the time went to
sleep a lot played some of the times
9. The trade I learned - helped me a lot was not
interesting was fun was hard
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10. My work instructor - helped me on the crew was gone
a lot liked me worked with all of us
11. At Job Corps - I learned enough to get a job
I wasted my time I got a good education   I met
a lot of nice people  
12. If I had it to do over again - I would go to Job Corps
I would tell my friends to go to Job Corps I would
go to a different center I would not go to Job
Corps •
13. The rules at Great Onyx - were too hard not fair
too easy not important
14. The people at Great Onyx - were fair   listened to
me   not interested could not be trusted
15. The other corpsmen - were my friends played too
much got into fights   I didn't care about them
16. In my spare time - I played on a team   played by
myself staved in dorm   there was nothing to do
17. The staff I could trust - Work Supervisor Teacher
Counselor Dorm Supervisor Name
18. The person I liked the most - Teacher Counselor
Dorm Supervisor Other person
19. I liked Job Corps because - the people were nice
the trade was good education   I didn't like it_.
20. Job Corps would be good for - my friends my brother 
older people   younger people   nobody
21. What kind of work would you most like to do?
22. What kind of work would you least like to do? 
23. What do you think is a good wage to earn? 
24. What is the most important thing in your life right
now?
25. What will be important five years from now?
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26. What would you do if you had a million dollars?
27. What do you dream about? 
28. What would you change about yourself if you could?
29. When does a boy become a man? 
30. If you could change one thing in the world what would
it be?
APPENDIX C
PERCENTAGE OF SCORES RESPONSE ON SELECTED QUESTIONS
ON THE JOB CORPS EXIT QUESTIONNAIRE
6.
Question #
The subject I liked was math









7. The teachers were interested in
me or liked me 60% 46%
9. The trade I learned helped me
a lot 60% 39%
12. If I had it to do over again
I would go to Job Corns 53% 16%
I would tell my friends to go
to Job Corps 41% 23%
I would go to a different
center 18% 31%
I would not go to Job Corps 7% 62%
14. The people at Great Onyx
were fair 41% 46%
could not be trusted 30% 31%
17. The staff I could trust ...
those that responded positive 82% 53%
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18. The person I liked the most ...
those that responded positive
19. I liked Job Corps because
76% 53%
Trade was good 47% 31%
Education was good
20. Job Corps would be good for ...






More responses in experimental group
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